reserve components recruited 99,400 nonprior-service in-
dividuals, or one out of every four nonprior-service indi-
viduals recruited for the total force that year.3

Although they may now draw from different subsections
of the nation's youth population, active-force and reserve-
force recruiters are likely to find themselves increasingly
competing with one another. Projections indicate that be-
tween 1984 and 1992, the population of 18-year-old males
will decline by 15 percent, from approximately 1.926 mil-
lion to 1.634 million (see Figure 2, p. 12), As the recruit-
ing climate becomes less favorable, both the reserve and
the active forces may have to expand enlistment incentives
in order to draw from a broader cross section of the avail-
able youth population. Recruiting costs will necessarily
rise as a result, perhaps more than necessary, if the serv-
ices do not coordinate active and reserve accession policies
and enlistment incentives from a total-force perspective.

Consider some recent experience. In FY 1983, the
Army National Guard failed to meet its recruiting goal for
nonprior-service males by a considerable margin, Did the
active Army's generous educational benefits program,
available that same year, perhaps attract youths who would
otherwise have chosen to combine school with a National
Guard enlistment? To answer this and related questions,
managers and planners must be able to perform total-force
analysis of recruiting. Specifically, they need to identify
and measure the impact of active-force recruiting incen-

tives on reserve-component recruiting.

Summarized below are the findings of a Center for Na-
val Analyses cost-benefit analysis of alternative Naval Se-
lected Reserve accession policies for junior-enlisted (E-l
to E-4) personnel.4 It was one of the first formal attempts
to analyze a military manpower problem from a total-force
perspective. The analysis revealed that the relative cost-
effectiveness of alternative Selected Reserve accession
policies depends crucially on whether the impact of Se-
lected Reserve accessions on the Navy active-component
career force is considered. It highlights the interdepend-
ence of active and reserve manpower policies, and thus
underscores the need for increased and improved total-
force modeling. Although this analysis focused on Naval
Reserve accession policies, the other services can use sim-
ilar analytical frameworks to evaluate accession policies
and other manpower issues.

Current Navy plans call for a particularly rapid man-
power buildup for junior-enlisted personnel in the Naval
Selected Reserve. According to the office of the deputy as-
sistant secretary of defense for program integration, this
group's end strength is programmed to rise from an actual
FY 1983 total of 26,600 to a total of 47,800 by FY 1989,
an increase of almost 80 percent. Improved retention is ex-

AFor the complete analysis see Deborah Clay-Mendez, Alter-
native Accession Policies for Junior Enlisted Personnel in the Na-
val Selected Reserve: A Total-Force Analysis, Center Jor Naval
Analyses Research Contribution No. 500, September 1983,

Figure 1. Impact of differing growth rates on the mix of active and reserve forces

Under the total-force policy, Selected Reserve and National Guard end strength has Increased by 14
percent since 1974 while active-duty end strength has declined by 1 percent.

ARMY                                   NAVY                         MARINE CORPS                     AIR FORCE

PERCENT OF TOTAL FORCE

Defense Management Journal

11DOD civilian personnel. Dr. Hosek's
